Globalization, offshore outsourcing, global value chain and global division of labor have led today's Business firms to internationalize their activities, therefore, cultural diversity become an important issue in managing the contemporary worldwide workplaces. In fact, it has become a necessity for managers to take this challenge by fully utilizing the potential capabilities of multi-cultural workforce in order to achieve organizational effectiveness. To address this situation, we attempted to understand the impact of cross-cultural diversity management on organizational effectiveness and competitive advantage in an organization. A content analysis method has been used in this article to explain the impact of cultural diversity management in order to accelerate firms' competitiveness. The outcome of our research indicates a significant and positive correlation of an effective cultural diversity management practices on competitive advantages and organizational effectiveness.
Introduction
Demographic changes led policy makers to adopt new strategies to meet the new challenges in the labor markets and this phenomenon is observed in the developed as well as in the labor shortaged emerging countries such as Malaysia or in the GCC (Gulf cooperation council) countires. This also facilitates the access to employment of visible minorities (Bassin, 1988; Levine, 1987; Raudsepp, 1988 & White, 1999 . In this context, few countries have implemented a policy of diversification by inviting workers from different cultural backgrounds by introducing equity policy regardless of race, religion and color in employment opportunities. Therefore, the labor markets of most developed as well as comparatively dynamic emerging countries are becoming increasingly multicultural and multiethnic. A strategic response to these changes is to manage this diversity by focusing on efficient use of all workers capabilities (Thornhill, Lewis, Millmore, & Saunders, 2000) regardless of cultural backgrounds. Performance factors in terms of Moral, legal and economic values become the types of organizational goals that can be achieved by managing diversity (Cox, 1993) . In these circumstances, many companies have developed and implemented a set of strategies for managing diversity in order to be more efficient and competitive in the global marketplace as well as in multi-cultural markets in manpower importing countries. Cultural management issue is a very much related topic of sociology or political science field. The managerial implication of cross-cultural management appeared to be an ensuing challenge for global firms when they are extending their businesses as a result of rapid pace of globalization (He & Liu, 2010) . But recent increases in low-cost labor and accelerated professional mobility have increased the room for debate on the impact of cultural diversity in workplace, which led researchers to study and advance their research in the field of cultural diversity. Despite this irreversible trend, only recently have researchers begun to seriously study the diversity management at firm level (Cox & Beale, 1997) . This growing interest in the management of cultural diversity research is due to the concurrent organizational challenges . Yingying Joaquín (2012) asserted that although the definition and concept of culture differs and the term are utilized in diverse occasions and circumstances with considerable diversity, it has become one of the most critical and relevant issues in the globalizing business world.Therefore, it has become a necessity for managers to understand the depth of the cultural diversity and to be able to implement strategies to fit individual identities within the collective group to ensure a harmonious relationship in organizational framework to achieve the organizational goal. Moreover, managers need to implement management systems that can lead cultural diversity to contribute effectively to the competitiveness of the company. In the literature, the most common attributes of this competitiveness consists of five key factors commonly called the 5C; human Capital, innovation Capital, organizational Capital, customer Capital and reputational Capital. Currently, general trend is to study the effect of cultural diversity management (CDM) on organizational performance.
Our goal in this research, in particular, is to undertake a content analysis of a number of scientific articles in order to understand, qualitatively, the impact of the management of cultural diversity on competitive advantage of the company. Thus, our approach is to analyze a sample of thirty scientific papers dealing with the management of cultural diversity and the competitive advantage of companies. These are mainly the work of Leung, Maddux, Galinsky, and Chi-yue (2008) ; Dass and Parker (1993) ; Polzer et al. (2000) ; Chasserio and Legault (2009); Loth (2006) ; Palich and Gomez-Mejia (1999) ; Akinola and Thomas (2006) ; Seymen (2006) , Mohiuddin, Mbibi, Al-Azad, and Diouf (2009), Cox and Blake (1991) and so on published between 1991 till 2009 in the leading management journals such as Journal of International Business Studies, Academy of Management Review, Strategic Management Journals, Cross Cultural Management Journal, Global Journal of Business Administration etc. The remaining of this paper is organized as follows: before presenting research methodology and data analysis (section 3), a review of literature on cultural diversity and its relationship with competitive advantage (section 2) followed by the conclusion and identifying the future research are addressed.
Literature Review
The concept of "cultural diversity" is both specific and contextual. Cultural diversity plays a critical role in organizations at the international context (Reddy, 2011) which has become a pivotal topic of concern among managers, researchers, and policy makers. Many contemporary researchers consider cultural diversity as an important difference distinguishing one individual from another, a description that covers a wide range of obvious qualities and hidden capabilities (Ivancevich & Gilbert, 2000; Nkomo & Cox, 1996) . To understand the importance of managing cultural diversity, it seems important to grasp the concept of culture. According to Adler (1994) , culture is an acquired behavioral aspect assigned to a person and his group by which the individual is identified, expressed and transmitted through symbols, distinguishing mark, its values and beliefs. Among the attributes, such as backgrounds, experiences, values and beliefs about each culture, the latter determines the perception of an individual's behavior, his ideas, and his way of thinking (Laine, 2004 in Côté, 2006 . Culture, in its broader meanings, includes a rich set of principles and perceptions which, once expressed, can be juxtaposed with those from a different culture and creates confrontations for constructive learning.
Organizations that cultivate the virtues of diversity are predisposed to better integrate the global dynamics of the labor market dominated by increasingly multiethnic and multicultural force of that market (Jain & Verma, 1996) . Managing the diversity of the workforce has become an important issue for both governments and private entrepreneurs for public and private organizations. Its importance has increased mainly as a result of relative liberalization of labor market due to globalization, the development of migration and the fight for human rights carried out by certain minority groups who feel excluded from equitable job market.
The concept of "managing diversity in the workforce" has recently emerged mainly due to fulfillment of the approach of "equal opportunities" for all. The proactive strategy tends to gradually replace the reactive approaches. It is increasingly accepted that the heterogeneity provided by the cultural diversity can be an engine of growth for the efficiency of the organization in this competitive world (Nkomo & Cox, 1996; Jackson & Ruderman, 1995) . Organizations that promote diversity within them and are deemed by their diversity management are likely to attract the best talented staff (Carrel & Everett, 1995) . Diversity in this sense is seen as a systematic and planned commitment of organizations to recruit, retain, reward, and promote a heterogeneous mix of employees (Gilbert, Stead, & Ivancevich, 1999) .
In concrete terms, cultural diversity in the workplace, exercised through the coexistence of workers from different backgrounds. Management of cultural diversity requires, therefore, a type of organizational culture in which every employee can continue his career unimpeded by gender, race, nationality, religion, or other factors which are not relevant to performance (Bryan, 1999) . It, therefore, requires establishing the means for diverse workforce to be fully integrated in an equitable workplace where no group is privileged over another (Torres & Brussels, 1992) . The issue of cultural diversity is debated not only in business world but also increasingly, becoming the cornerstone of discussions in political circles and justice (Williams & O'Reilly, 1998) . As a result, agency managers have to understand, predict and manage the fascinating nature of the diverse workforce.
Management of cultural diversity is often related to competitive advantage. Numerous studies have helped to show that it can create competitive advantage for a company. The potential benefits of managing cultural diversity include better decision making, greater creativity and innovation, greater success in international marketing activities and with local minority ethnic communities, a better distribution of economic opportunities (Cox, 1991; Cox & Blake, 1991) . In the long term, according to Watson, Kannales, and Michaelsen (1993) , compared to homogeneous groups, culturally diverse groups are more effective both in social interactions at the level of job performance. At the empirical level, according to Taylor (1995) , a number of large companies in Canada, such as Petro-Canada, Bank of Montreal and Mouvement des Caisses Desjardins, recognized the positive contribution of cultural diversity to promote competitive advantage in their businesses.
The model created by Hofstede in 1970 became a cornerstone for cross-cultural research, providing an extremely popular method for the study of cultural differences in a wide range of disciplines, including international management (Michael & Hofstede, 2011) . It seems that it is already an established phenomenon pointing the robustness of cross-cultural literature. However, many researchers are still debating the theoretical perspectives that exert the benefits of cultural diversity (Palich & Gomez-Mejia, 1999 ) by highlighting, among others, that diversity can create dissatisfaction and a decline in business performance (Milliken & Martins, 1996) . Others, more moderate, having emerged in context of globalization, but classic studies (Hall, 1959 &1960, Lawrence & Lorch, 1967 Hofstede, 1980) posited that the cultural diversity management of an organization provides benefits if and only if, it's well managed. According to Philip Iribane (1998), it is to establish a good mix between the different cultures in a business because every gesture, every word is an axiom that can not be challenged and we must put them in a cultural context. If the cultural diversity is mis-managed, it can be the source of negative impact because many people would feel threatened by working with people of diferent age, sex or cultural backgrounds. Therefore, this in-security can have a negative impact on overall productivity. Therefore, it is essential for a manager to identify the cultural specificity of a group to understand the way to react and solve the problems it faces (Trompenaars, 1993) .
Encouraging diversity in organizations may stimulate creativity; improve the representativeness and access to the distinctive capabilities of minorities in an era of accelerating aging population in the developed countries. This will also ensure equity in employment/affirmative action and contribute to the human rights of the visible minorities in the country. A multicultural workforce with its collective intelligence and knowledge can produce higher quality goods to meet customer needs more satisfactorily. A multicultural work environment contributes to internal team work by transforming the workplace into a place of learning, practice of new ideas and behavioral testing and application of new rules and organizational processes for greater competitive advantage of the company. For example, people of color in the United States as a group today buy goods and services more than some of their international trading partners. Cox and Blake (1991) indicate that minorities prefer to work for an employer that values diversity as well as to buy goods and services from such companies.
This literature review has allowed us to highlight the importance of managing cultural diversity to enjoy all the skills of the workforce in order to create firm level competitive advantage. But to the best of our knowledge, none of these studies is based on a qualitative content analysis of previous work that shows the relationship between the management of cultural diversity, organizational effectiveness and competitive advantage. In the following section, we shall be describing the methodology used to answer our research question and then shall be proceding with data analysis. This research question is to ask, from the existing literature, if the management of cultural diversity has an impact on the competitive advantage of the company.
Research Methodology and Data Analysis
Qualitative approaches of data analysis advocates to develop the interpretative aspects and categories as close as possible to the object of the study (Van Dijk, 1977) . In this context, the purpose of content analysis is "to provide knowledge and understanding of the phenomenon" (Downe-Wamboldt 1992). For Hsieh and Shannon (2005), a qualitative content analysis is a method of research for subjective interpretation of the contents of text through a process of systematic classification of coding and identification of themes or patterns. Note that the content analysis is a method of grounded theory analysis. From this general principle, each researcher, as part of our research, conducted a content analysis of a sample of ten articles. The analyzed texts were selected based on the following criteria: (i) Articles should address the management of cultural diversity and competitive advantage, (ii) the articles must be scientific (iii) the article must be published or pending approval for publication in a peer reviewed journal. The selection of articles has been decided by agreement among researchers. Once the articles have been selected, each researcher conducted the coding of the data by identifying the nodes and free nodes hierarchically.
The categories we have considered represent the dimensions of cultural diversity and those that can boost the competitiveness of a company. It seems important to mention that the codification process of 'free nodes', has www.ccsenet.org/ijbm International Journal of Business and Management Vol. 8, No. 8; 2013 136 been guided by our research questions. One of the researchers conducted deductive coding and the other two carried out inductive coding process. The categories identified independently by each researcher are very close semantically, but one of the researchers identified a number of categories higher than the other two. Some concepts are semantically identical or similar code top level for a researcher as they are second-level codes for another. For example, the notions of cultural difference and multiculturalism can be considered semantically close to a certain extent. However, the cultural difference is seen as a second level node by the third researcher when multiculturalism is seen as a first level node by the first researcher. All researchers have organized their codes into two levels: first level codes are those displayed directly on the meaning units and codes of the second level include a set of first level codes. Table 1 summarizes the results of individual researchers' codification. This is basically a summary of the number of first-level codes by hierarchical codes per researcher. Table 1 also shows that the second-level codes appear disjointed because the categories identified by a researcher are different from those considered by another. However, on closer examination, we found that the terms of the categories are similar. This point has been guided by the triangulation phase of our analysis process. Researchers have perfomed their analysis on the basis of triangulation level of operations. At the end of the analysis, to avoid any duplication researchers need to merge the same categories and rename some concepts that are synonymous. In triangulation, a third level has been added for better conceptualization of the problem. A point to be noted in this regards that as some nodes have become free as they could not be assigned to categories used by the researchers. This process of codification is consistent with recommendations issued by Krippendorff (1980) , Patton (1990) and Tesch (1990) . And, the result of the triangulation is given in the appendix. The process of prioritization, we recall, is guided by our research question. Our goal is to study the impact of the management of cultural diversity on the competitive advantage of companies; and we have identified the success factors for managing diversity and competitiveness factors. It should also be noted that a third category has been identified; WEC class. We believe firm can achieve its competitive advantage by maintaining approapriate work environment through cultural diversity. Thus, we propose the following qualitative model to represent the relationship between the management of cultural diversity and the competitive advantage. Consciousness This subcategory includes the concepts that allow awareness of cultural diversity within the organization.
Internal Dimensions
This subcategory includes the individual traits that cannot be changed
External Dimensions
Unlike the internal dimensions, we focus here on individual characteristics that can be changed by the effect of time, or contextual change or by the training and development of the individual.
Leadership
At this level, we look at the factors that may influence the leadership of the staff but also to actions that facilitate leadership development through the management of cultural diversity.
Organisational Culture
Here we grouped at the organizational level measures that promote the emergence and development of cultural diversity.
Conducive Work Environment (CWE)

Internal work environment
Considered intermediate variable between the management of cultural diversity and competitive advantage, it is defined by the elements that contribute to the establishment of a supportive work environment for the management of cultural diversity in the development of the competitive advantage of the company.
Competitive Advantage (CA)
Creativity & Innovation
For creativity and innovation, we focus on factors of creativity and innovation that contribute to competitive advantage and are related to the management of cultural diversity.
Competences Marketing
It focuses primarily on factors that may influence the skills of staff. This is to identify the elements highlighted by the management of cultural diversity that are able to afford to have a positive view of other cultures to better prepare and launch marketing activities of the company.
The proposed model in Figure 1 reflects how the relationship between management of cultural diversity and competitive advantage is seen in the literature, particularly through the sample of articles that we used as a basis for understanding this problem. The exercise is to merge the codes and categories previously decontextualized into a comprehensive, intelligent and meaningful inside (Deschenaux, 2007) . It appears, then, that the management model of cultural diversity (CDM) takes place through a process taking into account several key aspects. One of the fundamental prerequisites for better management of cultural diversity is to become aware, develop consciousness of the problematics of CDM for the leader and accepting the existence of cultural diversity. Therefore, it is necessary to promote the cultural diversity within the organization. Without the awareness of this proposition, we can not develop an integrated and effective management system of cultural diversity.
According to Gardenswartz and Lowe (1995) , diversity can be understood as a scale at three levels: the internal dimensions, external dimensions and organizational dimensions. The internal dimensions are essentially within the person and are very much intrinsic (un-changeable). This denotes the age, gender, race, ethnicity, sexual
International Journal of Business and Management Vol. 8, No. 8; 2013 orientation etc. The external dimensions, in turn, refer to religion, education, personal habits, experience, marital-parental status and so on. Last but not the least, organizational dimensions refer to the function of the individual in the organization, professional affiliation, its unity, division or department, its age, type of management and so on. Our study could also identify a set of factors that can be classified in terms of three dimensions (internal, external and organizational). For the sake of conformity to the logic of our model, factors within the organizational dimension confirming the level of the organizational culture (see Appendix).
Figure 1. Explanatory model of relation between CDM and competitive advantage
However, this is not enough to become aware of the existence of cultural diversity in the workplace and to identify the various internal and external dimensions. Leadership is one of the leading determinants of the management of cultural diversity and it is also necessary to have a transformative leadership position to bring the seeds of cultural diversity which can provide a competitive advantage of the company. Leadership is the type of interpersonal influence by which an individual leads another individual or group to perform the task that he wants to lead to a positive term or end (Schermerhorn, Hunt, & Osborn, 2002) . His role is crucial in the management of cultural diversity in order to help mobilizing various actors around the pyramid to build the cultural diversity.
Leadership also plays pivital role in creating an organizational culture. Schein (1992) defines organizational culture as a set of basic assumptions, invented, discovered or developed by a group dealing problems with external adaptation and internal integration. This problems have largely been verified and to be considered and seen as valid and correct ways to think or behave so as to face the organizational problems. Organizational culture plays a dual role. In one hand, it refers to the external adaptation which comprises of the mission, core objectives, and means of the organization and on the other hand it refers to the internal adjustment that carries out through the collective mobilization and cohesion of the members of that organization. To address the problems associated with the group of cross-cultural differences, it may play a role in the management of cultural diversity by considering each particular culture as an asset to align the objectives and strategies of the organization. The task of integrating different cultures is primarily the noble task of the leader who is the ultimate architect and the builder of the organizational culture Content analysis of our thirty scientific research articles denotes that the cross-cultural diversity management has a significant impact on achieving organizational effectivenss and competitive advantages which happens to be possible only in a 'Conductive Work Environment' (CWE). According to Hackman (1999) and Jackson, Joshi, and Erhardt (2003) , the environment or context is the place where the teams, departments and organizations evolve (Hackman, 1999; quoted by Jackson et al., 2003) . In other words, the organizational contexts include Vol. 8, No. 8; 2013 competitive strategy, patterns of social integration, social climate and organizational culture, and the history of diversity and so on (Jackson et al., 2003) . As part of the management of cultural diversity, multiple devices can be set up to make the environment conducive. These include, among others, creating cultural synergies, intercultural cooperation and even the conditions for cultural learning (Loth, 2006) . Moreover skills development of all employees, the balancing of public and privacy domains and the employee recognition are also a part of organizational context where cultural diversity is on practice (Chasserio & Legault, 2009 ). These devices thus promote intercultural combination which is the basis for the management of cultural diversity.
From the literature review we came to know that few researchers have described in their articles about the notion of competitive advantage in multicultural organization. According to Chasserio & Legault (2009) , competitive advantage is measured in terms of individual creativity and innovation in the organization. In addition to that, Palich and Gomez-Mejia (1999) , advocates the concept of "firm Efficiencies" as synonymous with competitive advantage. In all cases, the articles we have reviewed are full of notions and expressions which boost the intelligent concept of competitive advantage. As per Prahalad and Hamel (1990) , marketing and skills are two key elements of competitive advantages. The core competent factors such as assets, capabilities, processes, information, knowledge, etc. are also seen as organizational resources (Barney, 1991; Al-Azad et. al., 2010) which allow the company to invent and carry out effective strategies. At this point it is worth stating that our model considers the management of cultural diversity as a process with a set of interrelated stages to create sustainable competitive advantages. And at this context, the evaluation of the management of cultural diversity is essential. Once the cultural diversity is on screen the evaluation can be done in an ex ante (upstream) way and continue to strive to manage it. It is, therefore, necessary to study the potential benefits of establishing a managerial and organizational system for managing cultural diversity. It is also necessary to study the potential barriers which may limit its effectiveness. The ex-post evaluation, in turn, would also reflect in our research if the targets are actually achieved which examines the differences between the agreed targets and outcomes.
Summary and Conclusion
The study has been conducted through content analysis by using the Nvivo software of a sample of thirty scientific papers. The objective was to study the influence of the management of cultural diversity on organizational effectiveness and competitive advantage of companies. At the end of the research we have identified five key dimentions of the cultural diversity to gain firms competitive advantages with creativity, innovation, Image and marketing, higher productivity and competences of work force in a systematic work environment. By addressing the competitive factors, findings of this research reveal that the management of cultural diversity can have a positive influence on factors like human capital, innovation capital and organization. Moreover, from the research outcome, we can say that marketing actions can also be identified through the management of cultural diversity which would reflect a positive impact on customer equity and capital investors.
And from the research outcomes we can derive at a confirming conclusion that the establishment of a systematic cultural diversity management will lead to the firms' competitiveness.
Thus, we are confident that we have achieved our goals by examining the impact of cultural diversity on the competitive advantage with qualitative approach. After reviewing related artiles on the cultural diversity, we have derived at a conclusion that cultural diversity does have a significant impact on competitive advantage. However, to drive the research outcome into practice it requires awareness to break stereotype attitude towards cross-cultural work environment. It also requires a need to foster a long-term policy focusing communication, organizational culture, leadership influence and so on. Beyond all these aspects, a constant "social monitoring" practice in the work place is imperative to ensure day to day employee collaborative working environment for intellectual and socio-cultural development.
From the methodological point of view, reliability of content analysis refers to the tendency of researchers to recode the data in the same way as well as the tendency to classify the free nodes in the same categories. In this sense, the propose codification can be considered as reliable, as most of the researchers have identified free nodes and categories semantically similar or close. The validity of the study refers to the matching categories of the findings and transferability of results to a theory. The categories correspond to the results of research have shown that the effective management of cultural diversity contributes to the competitiveness of enterprises. The codification process can also be generalized as this follows the existing coding standards describing the classic manuals of Content analysis (Solomon, 1993; Weber, 1990; Krippendorf, 1980) . However, it should be noted that this work could be enriched by integrating the process of analyzing the role of stakeholders in the management of cultural diversity within organizations.
articles that talk about the integrated government policies or international agreements to promote cultural diversity. At the same time, a larger number of articles might help to identify further the issue of cultural diversity and its links with the competitive advantage. The literature on this subject has grown considerably and we could enrich the study taking into account the current trends that are emerging in this particular area. In this study, it would also be interesting to include the concept of cultural proximity (Cultural relatedness) (Palich & Gomez-Mejia, 1999) .This issue could be explored by focusing the cultural proximity and the problems of integrating stakeholders and policy makers. Finally, we can conclude our study by stating the fact that our research had the merits to review most of the literature on the management of cultural diversity in relation to the competitive advantage and successfully sketch an explanatory model from a number of articles by bringing lights to the complex relationship between management of cultural diversity and competitive advantage. Hofstede, G. (2001 
